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Introduction
The quality of work, especially the debate on the quantity and quality of jobs, has been established as a growing field of social research (Drobnic and Guillén, 2011; Guillén and Dahl, 2009; Kallerberg, 2009 ). Empirical evidence plainly shows that high quality jobs improve working conditions, increase workers' development and skills, reduce unemployment, increase firm productivity, improve an economy's competitiveness and foster social wellbeing in an increasingly globalised environment Davoine, 2006; Davoine et al., 2008a Davoine et al., , 2008b European Commission, 2008 Eurofound, 2013; Gallie, 2007; Green, 2006; Orton, 2011) .
However, the onset and deepening of the economic crisis has done nothing but increase the strain between job quantity and quality (Erhel et al., 2012; Leschke et al., 2012) . Consequently, and despite the logical concern for creating jobs in contexts of economic crisis, employment public policies should not overlook the quality dimension, because it feeds back into the quantity dimension. In a global economy, where knowledge, technology and innovation are key to developing firm competitiveness and to overcoming the economic crisis, new value generation processes and co-innovative sources of productivity inevitably call for quality jobs (Díaz-Chao et al., 2015) . In the global-knowledge economy, employment creation depends to a large extent on job quality, of its ability to generate jobs with trained, autonomous, committed and satisfied workers, who are able to innovate and improve the creation of added value in firms.
In this context, the most recent research on job quality has noted the emergence of new problems associated with the work structural change (Osterman, 2013) . In particular, the literature has shown the existence of growing inequalities in job quality (Green et al., 2013) , the negative effects of work intensity on some dimensions of occupational health (Cottini and Lucifora, 2013) , and the importance of the union involvement in organisational change processes in order to reduce the contractive effects of the change on job quality (Bryson et al., 2013) . From the point of view of the tensions between job quantity and quality, recent research has also made significant progress. Specifically, it has highlighted the importance of workers' future employment expectations, which are clearly linked to educational level (Gallie et al., 2012) . Workers with a high perception of the future of their jobs tend to get higher job quality (Graso and Probst, 2012) .
Much of the recent literature has focused on gender inequality in job quality (Blau et al., 2006; Mühlau, 2011; Petit and Hook, 2009; Stier, 2012; Stier and Yaish, 2014) . In periods before the recession, most comparative studies revealed significant differences in job opportunities between men and women. They found gender inequalities in the majority of aspects relating to working conditions (Burchell et al., 2007) . There were inequalities in relation to occupation, activity sector, hours worked, wages, health risks in the workplace, unequal division of home care responsibilities, a shift towards parttime jobs for women or fewer possibilities to work the hours usually expected for promotion or managerial positions.
Since the onset of the economic crisis and despite the drastic reduction in employment (more acute among men than among women), there are relatively few analyses of gender difference and its relationship to job quality at times of recession in the literature (Eurofound, 2013; European Commission, 2015; Russell et al., 2014) . Moreover, the potential effects of occupations, and particularly how they are organised in each country, make it difficult to compare results and draw operable conclusions (Stier and Yaish, 2014) .
Thus, with the aim of contributing new evidence and reconciling the quantity and quality dimensions of employment policies in times of economic crisis (Green and Mostafa, 2012) , this article, which takes a multidimensional (Findlay et al., 2013) and microdata empirical approach, analyses the gender-related determinants of job quality in Spain for 2008 and 2010. The main contribution of this article is that it is based on disaggregated microdata obtained from information supplied by working men and women in Spain. The multidimensional nature of job quality gives the article an objective that goes beyond analysis using psychological variables, and incorporates social and economic variables (Martel and Dupuis, 2006; Muñoz de Bustillo et al., 2011) . While most of the data obtained refer to Spanish workers' opinions of various dimensions of their job quality (subjective indicators), objective indicators are also incorporated, which is consistent with the literature reviewed.
The analysis of gender-related job quality in Spain is relevant because, in recent years, its labour market has deteriorated ostensibly as a result of the economic crisis. Firstly, there has been a rapid rise in unemployment, which currently stands at 25% of the working-age population, and more than 800,000 jobs have been destroyed. And secondly, there has been a marked deterioration in working conditions, which particularly manifest themselves as wage cuts, work precariousness and poorer work organisation and promotion conditions. However, the economic crisis has also led to lower work intensity, greater opportunities to achieve a work-life balance and an increase in social relations within firms. Indeed, the objective of the article is to analyse how all of these explanatory dimensions of gender-related job quality have evolved and to relate them to the economic crisis. In this sense, the obtained results are in part extrapolated to other labour markets where gender inequalities related to job destruction and job insecurity have increased significantly with the economic crisis.
For the analysis, we used the microdata from the Quality of Working Life Survey (ECVT, as abbreviated in Spanish) conducted annually by Spain's Ministry of Employment and Social Security (2010 was the last year for which data were available). This source of information provides very comprehensive data on the perceptions of working men and women setting the multiple dimensions of their job and family situation. The remainder of the working paper is structured as follows: first, literature review on gender inequality and job quality are presented; second, the multiple dimensions and indicators used to measure job quality are examined; third, the determinants of job quality are analysed using a structural equation model that we designed and tested; fourth, the results are described; and fifth, the conclusions and discussion section completes the body of the paper. The references used are listed at the end.
Job quality and gender inequality
The flexibilisation, segmentation and individualisation of labour markets, the advent of new work organisation practices, the technological revolution and the growing strain between job quantity and quality arising from the global economic crisis have fostered new approaches to labour market research in general (Torrent-Sellens and FicapalCusí, 2009) and to job quality research in particular (Brown et al., 2012; Muñoz de Bustillo et al., 2012; Osterman, 2013) . Some studies have noted the influence of the labour market's growing flexibility and the advent of new contracts and labour relations frameworks (Bryson et al., 2013; Esser and Olsen, 2012; Kalleberg et al., 2007) . It has also been found that job quality affects workers' physical, mental and emotional health, which, in turn, impacts on organisations' results (Cottini and Lucifora, 2013; Harter et al., 2002) . Other contributions to the literature have associated job quality with the interactions between working and family-related situations. Basically, the evidence shows that work and family feed back into each other in the sense that job satisfaction and work achievement interact with personal and family-related satisfaction and happiness (Clark, 2000; Green, 2010; Grzywacz and Carlson, 2007; McMillan et al., 2011) .
In short, from this new analytical angle, it is acknowledged that the main objective of job quality is the integration, support and improved personal and social wellbeing of workers (Drobnic and Guillén, 2011; Green et al., 2013) , as well the improved results of firms and overall economic activity (Green and Mostafa, 2012; Royuela and Suriñach, 2013) .
From the gender perspective, gender equality is achieved when men and women enjoy the same rights and opportunities in every aspect of society, and when everyone's behaviours, aspirations and needs are equally valued and promoted, regardless of gender (Eurofound, 2013) . Within this context, the literature shows that gender equality is linked to higher rates of female employment and fewer genderbased salary gaps (Fortin, 2005) , with a more equitable division of domestic chores (Fuwa, 2004) and less gender segregation in terms of education (Charles and Bradley, 2002) . It has also been found that less recognition of female work actually ends up reinforcing gender inequalities through the emergence of various types of discrimination (Cloutier et al., 2009) . In particular, these are women's unequal access to jobs, to better wages (Johansson et al., 2005; Mandel and Semyonov, 2005) and to promotion possibilities (Raley et al., 2006) , and unequal distributions between domestic and professional work (Tremblay, 2008) . Even in the most egalitarian societies, where there is less contrast in the job attributes for men and women, it was found that women did not have the same opportunities to participate and progress (Mühlau, 2011) .
Job quality research from a gender perspective has also highlighted considerable inequalities in the various explanatory dimensions thereof. Mühlau (2011) found significant advantages for men with regard to training, opportunities for promotion, work complexity, autonomy and participation (method, calendar and pace of work), coworker support and hours worked outside normal working hours. In contrast, men perceive health risks in the workplace more intensely than women. Women exert less discretion when doing their jobs and have a lower propensity to influence an organisation's decisions. The research has not found any significant differences between men and women in dimensions relating to job stability and work intensity.
The literature also shows that gender and occupational category have a significant effect on the explanation of job quality. Female dominated occupations are characterised by lower wages and fewer opportunities for promotion (Levanon et al., 2009; Padavic and Reskin, 2002) . Similarly, women have less access to managerial positions and a greater presence in part-time jobs, which are associated with lower job quality (Burchell et al., 2007) . Smith et al. (2008) have highlighted the fact that women have greater probabilities of occupying jobs involving monotonous, straightforward tasks, whereas problem solving and learning are characteristics found more often in jobs occupied by men. These circumstances reinforce the gap in development opportunities. Men also have a greater propensity to have more job autonomy. Regarding occupational category, higher levels of autonomy are found among men in white-collar jobs. In contrast, higher levels of autonomy are found among women in blue-collar jobs. Stier and Yaish (2014) have confirmed gender-related occupational segregation. During the economic boom, they found that the gender gap narrowed in some job quality dimensions, such as work content, job security and time autonomy. Nevertheless, men continued to enjoy significant advantages in achievement, time autonomy and emotional conditions. By occupational category, white-collar workers (men and women) had higher job quality than blue-collar workers. Among white-collar workers, no significant differences by gender were found in job security or job content. In contrast, emotional conditions were favourable to men. Among blue-collar workers, women had lower levels of job security and lower job content quality. Beyond the European context, Cloutier et al. (2009) have analysed the gender differences in job quality for the region of Quebec, Canada. The results obtained show a narrowing of the gender gap in job quality. The reduction of gender differences is particularly significant among childless employees and people with higher educational levels. However, the research also underscored the persistence of a significant set of differences for certain categories of employees, especially among women with lower educational levels, relating to income, skills and working hours. The results of a subsequent study comparing Quebec and the United Kingdom (Cloutier, 2012) confirmed the narrowing of the gender cap in both territories during the economic boom.
Finally, and within the context of gender inequalities in job quality during the economic crisis, Russell et al. (2014) obtained important new evidence. First, and in relation to the working day, part-time work was much more common among women than among men before the recession. Since then, however, there has been a degree of convergence between genders. This phenomenon has been interpreted as a downgrading of working conditions rather than gender equalisation. Second, and in relation to subjective insecurity, men express greater fears of job loss. Third, and in relation to wages, the results obtained show a degree of widening of the gender gap during the recession, especially for female employees in the public sector. Fourth, and in relation to job autonomy, greater gender inequality was found in job control during the economic crisis. Lastly, work pressure, which was initially much lower for women, increased considerably for women, thereby impacting on the gender gap.
Model, data and empirical methodology
From an empirical perspective, the literature points out that job quality should be considered as an object of multidimensional and multidisciplinary analysis (Brown et al., 2012; Findlay et al., 2013) because of the various agents forming part of it (jobs, workers and firms) and perspectives from which it can be analysed (micro and macroeconomic, psychological and sociological). The recent incorporation of workers' perceived satisfaction into the literature has generated intense debate about the dimensions and indicators required to faithfully capture the determinants of job quality. In general, these dimensions have been analysed by using a combination of objective and subjective data, as well as dynamic and static interpretations Davoine et al., 2008b; Eurofound, 2002; European Commission, 2008; Green et al., 2013; Handel, 2005; Olsen et al., 2010) .
Thus, according to the multidimensional approaches examined, job quality is an element that provides and promotes work and economic growth in the new competitive . To measure the above-mentioned approach, the starting point for this study was our methodology (Díaz-Chao et al., 2014 ) that considers the following five dimensions: 1) intrinsic job quality; 2) work organisation and workplace relationships; 3) working conditions, work intensity, and health and safety at work; 4) extrinsic rewards; and 5) work-life balance. The explanation of factors determining gender-related job quality raises two particular difficulties. First, the approach to the concept requires a multidimensional base that is not usually captured in a single variable. In fact, the most common approaches found in the literature perform partial analyses of its various dimensions. This type of analysis has the disadvantage of not taking a full snapshot of the explanatory determinants, which gives rise to the second difficulty: econometric modelling. In other words, job quality can be interpreted as a latent, non-observable concept, which therefore calls for econometric techniques that allow variables of this type, which are not directly measurable, to be used. In the empirical literature, structural equation modelling (SEM) with latent variables has been used to overcome this problem (Díaz-Chao et al., 2014) .
The first step that needs to be taken is to establish a structural equation model that explains gender-related job quality in Spain is to construct its indicators. We used the microdata from the Quality of Working Life Survey (ECVT, as abbreviated in Spanish) for 2008 and 2010 (latest available data). The ECVT is a statistical operation conducted by the Government of Spain's Ministry of Employment and Social Security for Spanish territory as a whole. It is a tool that is useful for analysing the situation of employees in the labour market, and for learning about their perceptions and degrees of satisfaction. The ECVT allows objective data, obtained from research into working environment situations and related activities, and subjective data, such as the degree of job satisfaction, labour relations, and the physical and emotional conditions of the job. The ECVT provides data about an employee's work situation and family environment, occupation or job characteristics, labour mobility, job satisfaction, work organisation, collective bargaining, labour relations, working hours, rewards, training and job security, and work-life balance.
The study universe was the working population aged 16 or over living in main family homes. The geographical scope is Spanish territory, with the exception of Ceuta and Melilla (autonomous cities of Spain in North Africa). These sample sizes were 9,604 Table 1 presents the results of socio-demographic and occupational gender-related characteristics of the employees in the samples of the analysis. Between 2008 and 2010 some changes were observed in the profile of employees in Spain. As already mentioned, the dependent variable -gender-related job quality -is a latent variable in the model proposed in this study. In this regard, we used a two-stage reflective explanatory model that has been contrasted with microdata from a validated instrument (Requena-Santos 2000). The two-stage empirical estimation methodology was applied as follows: in the first stage, the causal relationships among 31 indicators and the 5 latent dimensions describing gender-related job quality were tested, and in the second stage, the causal relationships among the indicators constructed for those 5 dimensions (based on the coefficients from the first stage) and the latent construct of gender-related job quality were tested. Finally, after applying the coefficients obtained from the second stage, a gender-related job quality index was constructed and its mean values shown (total and for the 5 dimensions), comparing 2008 to 2010. This methodology involved the design and econometric testing of 36 empirical models: 30 models for the first stage (5 for men, 5 for women and 5 for all data in 2008 and 2010) and 6 for the second stage (1 for men, 1 for women and 1 for all data in 2008 and 2010).
Presented below are the empirical model, the 31 explanatory variables, and the 5 dimensions ( Figure 1 ):  Dimension 1: Intrinsic job quality (IJQ) . Intrinsic job quality was captured by a set of four variables: Variable 1: the worker's overall satisfaction with his/her current job (OVERSAT); Variable 2: the worker's motivation (MOTIV); Variable 3: personal development (PERDEV), in the sense of job performance; and Variable 4: education for the job (JOBEDUC). The first three discrete variables measure the worker's level of satisfaction on a scale from 0 to 10 (0=Zero satisfaction; and 10=Very high satisfaction). The fourth discrete variable measures the degree of usefulness that the worker assigns to his/her education in terms of enabling him/her to do his/her job on a scale from 0 to 10 (0=Useless; and 10=Very useful). satisfaction with health and safety at work on a scale from 0 to 10 (0= Zero satisfaction; and 10=Very high satisfaction); and Variable 21: perception of risks in the workplace (RISKPER) measures the worker's perceived degree of risks or dangers in the workplace on a scale from 0 to 10 (0=Low risk; and 10=High risk).
 Dimension 4: Extrinsic rewards (EXRW).
Dimension 4 of the model refers to the extrinsic rewards for salaried work. While some studies incorporate this dimension into overall satisfaction, the approach taken in this study deliberately treats it separately in order to capture its specific effect on job quality. Two variables about payments were included: Table 2 and table 3 show the results (standardised coefficients and measurement errors) of the first stage of estimating the determinants (direct effects) of gender-related job quality in Spain in 2008 and 2010. In this first stage, the causal relationships among 31 indicators and the 5 dimensions describing gender-related job quality were estimated using a SEM with measurement errors. Firstly, it should be noted that all the variables specified in the model were statistically significant (minimum at 90% of confidence). Secondly, the goodness-of-fit measurements for the 30 proposed models were highly satisfactory. Thus, the indices NFI, RFI, IFI, TLI and CFI had very high values, approaching the optimal value of 1. The RMSEA values were less than 0.065, thus corroborating the validity of the estimated models.
Results
As a starting point, a comparison between men and women of the standardised coefficients obtained for 2008 show important gender-related differences. In the intrinsic job quality dimension (IJQ), the coefficients of satisfaction with personal development and with education for the job are higher for women. In contrast, in the work organisation and workplace relationships (WOWR) dimension, the coefficients obtained indicate greater effects on job quality for men, particularly in the variables relating to the level of monotony or routine, stress, teamwork, opportunities for promotion and decision-making. This behaviour, which is more favourable to men, is repeated in the working conditions, work intensity and health and safety at work (WCWIHS) dimension. In this respect, worthy of note are the considerable differences obtained in the coefficients of the perception of risks in the workplace, health and safety at work, commuting time and workspace conditions. In contrast, satisfaction with the working day and leave entitlements is favourable to women.
In the extrinsic rewards dimension (EXRW), a pattern of results that is more favourable to men is repeated, particularly in the coefficients obtained for satisfaction with flexible working hours, wage and job stability. Only satisfaction with firm-paid training presents a behaviour that is slightly more favourable to women. Lastly, in the work-life balance (WLB) dimension, the results are mixed. The direct effects on job quality are more positive for women in satisfaction with time devoted to children and with time for personal life outside work, whereas satisfaction with personal life and with partner's involvement in domestic chores are more favourable to men. 0.850*** 0.708*** 0.848*** 0.767*** 0.849*** 0.734*** 2. Satisfaction with motivation level (MOTIV) 0.807*** 1.862*** 0.816*** 1.900*** 0.812*** 1.876*** 3. Satisfaction with personal development (PERDEV) 0.763*** 1.540*** 0.803*** 1.510*** 0.781*** 1.532*** 4. Satisfaction with education for the job (JOBEDUC) 0.308*** 9.932*** 0.357*** 10.873*** 0.329*** 10.368*** 2. Work organisation & workplace relationships (WOWR) -1.160*** -1.227*** -1.195*** 5. Satisfaction with autonomy (AUTON) 0.483*** 3.820*** 0.505*** 3.576*** 0.495*** 3.574*** 6. Satisfaction with superiors' assessment (SUPASS) 0.768*** 1.999*** 0.787*** 1.917*** 0.777*** 2.566*** 7. Satisfaction with decision-making (DECMAK) 0.586*** 4.813*** 0.563*** 4.801*** 0.573*** 4.549*** 8. Level of teamwork (TEAMW) 0.107*** 0.139*** 0.058** 0.145*** 0.084*** 0.144*** 9. Sat. with opportunities for promotion (PROMOP) 0.448*** 7.688*** 0.409*** 8.851*** 0.423*** 7.797*** 10. Degree of stress (STRESS) -0.120*** 8.966*** -0.186*** 8.835*** -0.137*** 9.105*** 11. Level of monotony or routine in tasks (MONOT) -0.281*** 8.886*** -0.349*** 9.086*** -0.313*** 8.811*** 12. Relationships among workers (RELWORKERS) 0.680*** 2.774*** 0.669*** 2.882*** 0.672*** 2.874*** 13. Relationships workers with directors (RBWORDIR) 0.407*** 2.314*** 0.416*** 2.390*** 0.410** 2.363*** 
Working conditions, work intensity, health and safety at work (WCWIHS)
-
Work-life balance (WLB)
-7.582*** -7.755*** -7.654*** 28. Sat. personal life (PERLIFE) -0.096*** 2.749*** -0.147*** 3.521*** -0.121*** 3.091*** 29. Sat. time devoted to children (DEVCHILD) 0.777*** 4.323*** 0.798*** 3.991*** 0.786*** 4.188*** 30. Sat. partner's involvement in chores (PARTINV) 0.932*** 1.581*** 0.901*** 2.290*** 0.919*** 1.888*** 31. Sat. time personal life outside work (LIFEOWORK) 0.788*** 4.638*** 0.806*** 4.174*** 0.795*** 4.447*** 0.821*** 1.654*** 0.860*** 1.379*** 0.838*** 1.537*** 3. Satisfaction with personal development (PERDEV) 0.792*** 1.368*** 0.770*** 1.583*** 0.782*** 1.463*** 4. Satisfaction with education for the job (JOBEDUC) 0.300*** 8.301*** 0.289*** 9.231*** 0.296*** 8.720*** The unequal intra-gender starting point in 2008 and the differentiated explanatory dynamic between genders from 2008 to 2010 determine an explanatory itinerary of job quality in Spain that is clearly differentiated between men and women. A comparison of the results between men and women for 2010 suggests very important differences that, to a large extent, once again determine a greater effect on job quality in the coefficients for men. In the intrinsic job quality dimension (IJQ), the coefficient of satisfaction with motivation is partially compensated by a dynamic that is more favourable to men in the coefficients of satisfaction with personal development, education for the job and overall satisfaction with the job. In the work organisation and workplace relationships (WOWR) dimension, the coefficients obtained clearly indicate greater effects on job quality for men in 2010, particularly in the variables relating to satisfaction with opportunities for promotion, autonomy, decision-making and degree of stress. In this dimension, only the coefficient of relationship with directors presents a behaviour that is slightly more favourable to women. This pattern of results, which overall is more favourable to men, is repeated in the working conditions, work intensity and health and safety at work (WCWIHS) dimension. In this respect, worthy of note are the considerable differences obtained in the coefficients of the perception of risks in the workplace, satisfaction with leave entitlements, working day, and lighting and workspace conditions. In this dimension, only the coefficient of health and safety at work presents a behaviour that is slightly more favourable to women. In the extrinsic rewards dimension, a pattern of results that is more favourable to men is repeated, particularly in the coefficients obtained for satisfaction with flexible working hours, job stability, social benefits and experience in the job. In this dimension, only satisfaction with wage presents a behaviour that is slightly more favourable to women. Lastly, and in contrast to the other dimensions, the results of the coefficients in the work-life balance (WLB) dimension present a set of direct effects on job quality that are favourable to women, due to the better behaviour of satisfaction with personal life outside work, partner's involvement in domestic chores and time devoted to children. Table 4 shows the results (standardised coefficients and measurement errors) of the second stage of estimating the determinants (direct effects) of gender-related job quality in Spain in 2008 and 2010. In this second stage, the causal relationships among the indicators constructed for the 5 dimensions describing job quality (based on the coefficients from the first stage) and the latent construct of gender-related job quality were tested using a SEM with a latent dependent variable and measurement errors. Firstly, it should be noted that all the variables specified in the model were statistically significant (all at 99% of confidence). Secondly, the goodness-of-fit measurements for the 6 proposed models were highly satisfactory. Thus, the indices NFI, RFI, IFI, TLI and CFI had very high values, approaching the optimal value of 1. The RMSEA values were less than 0.08, thus corroborating the validity of the estimated models. Source: Own elaboration.
Statistics
The standardised coefficients obtained for the indicators of the 5 dimensions in 2008 and in 2010 highlight important gender differences in the explanation of job quality. First, it is important to draw attention to a starting point that was clearly unfavourable to women. For 2008, the coefficients obtained for 4 of the 5 job quality dimensions are favourable to men: working conditions, work intensity and health and safety at work (WCWIHS), work-life balance (WLB), extrinsic rewards (EXRW) and intrinsic job quality (IJQ). Only work organisation and workplace relationships (WOWR) presents a direct effect on job quality that is favourable to women.
Second, it is worth noting that the evolution of the explanatory coefficients in the job quality dimensions during the recession (from 2008 to 2010) was generally favourable to both women and men. The coefficients of 4 of the 5 explanatory dimensions evolved positively for women: working conditions, work intensity and health and safety at work (WCWIHS), extrinsic rewards (EXRW), work organisation and workplace relationships (WOWR) and work-life balance (WLB). For 2010, only the intrinsic job quality (IJQ) job dimension presents explanatory coefficients that are lower than those for 2008. Moreover, the dynamic for men is similar to that for women. The coefficients of 3 of the 5 explanatory dimensions evolved positively for men: working conditions, work intensity and health and safety at work (WIWCHS), extrinsic rewards (EXRW), and work Third and lastly, it should be noted that, as a result of the clearly unequal starting point in 2008 and a similar evolution during the recession (from 2008 to 2010), the explanatory effect on job quality of the 5 dimensions thereof continued to be clearly biased in favour of men in 2010. The coefficients of 3 of the 5 explanatory dimensions of job quality continued to be favourable to men: working conditions, work intensity and health and safety at work (WCWIHS), intrinsic job quality (IJQ), and work-life balance (WLB). The extrinsic rewards (EXRW) dimension maintained practically the same differences as those found in 2008. Only the work organisation and workplace relationships (WOWR) dimension evolved favourably for women during the recession. 
Concluding remarks, discussion and future research
Job quality research from a gender perspective has highlighted considerable inequalities in favour of men in the various explanatory dimensions thereof. While some of these inequalities narrowed during the economic boom, the little available evidence relating to the period of economic crisis shows that there were increased gender differences in many explanatory dimensions of job quality (European Commission, 2015; Erhel et al., 2012; Leschke et al., 2012; Russell et al., 2014) .
With the aim of contributing new evidence on gender inequality in job quality, this paper, which took a multidimensional and microdata empirical approach, analysed the determinants of gender-related job quality in Spain for 2008 and 2010. For the analysis, microdata were used from the Quality of Working Life Survey (ECVT, as abbreviated in Spanish) conducted annually by Spain's Ministry of Employment and Social Security (2010 was the last year for which data were available). The two-stage SEM estimation methodology using latent variables and measurement errors was applied as follows: in the first stage, the causal relationships among 31 explanatory indicators and the 5 latent dimensions describing gender-related job quality were tested, and in the second stage, the causal relationships among the indicators constructed for those 5 dimensions (based on the coefficients from the first stage) and the latent construct of gender-related job quality were tested. Finally, after applying the coefficients obtained from the second stage, a gender-related job quality composite index was constructed and its mean values shown (total and for the 5 dimensions), comparing 2008 to 2010.
The research revealed four main results. First, despite the economic crisis, job quality in Spain had improved over the analysis period. Thus, the mean value of this composite indicator was M = 44.8 points in 2008 and M = 54.5 points in 2010. Second, the improvement in job quality during the crisis was more favourable to men (from M = 45.9 points in 2008 to M = 56.1 points in 2010) than it was to women (from M = 43.9 points in 2008 to M = 51.3 points in 2010). Third, the gender differences in the explanation of job quality during the crisis increased considerably in favour of men (from 2.0 points difference in 2008 to 4.8 points difference in 2010). Fourth and lastly, this increase in gender difference in job quality in favour of men is explained by a worsening of 4 of the 5 explanatory dimensions thereof: intrinsic job quality; work organisation and workplace relationships; working conditions, work intensity and health and safety at work; and extrinsic rewards. Only inequality in the work-life balance dimension remained stable from 2008 to 2010.
In connection with the improvement in job quality during the economic crisis, these results are quite consistent with those obtained by other European studies (Morley, 2010; Pot, 2011) . Particularly noteworthy are the results of recent research for a set of European countries between 1995 and 2010 Mostafa, 2012, Green et al., 2013) . In the case of Spain, this research suggests a slight increase in job quality between 2005 and 2010, linked to a decrease in work intensity, and clear improvements in physical and social environments and working time quality. In another study for a wide range of European countries (Esser and Olsen, 2012) , the results for job quality put Spain in an intermediate position in terms of worker autonomy and job security. However, the research also indicates the importance of the economic cycle and the unemployment rate in the perceptions of job security. Along similar lines, Leschke and Watt (2013) put job quality in Spain close to the mean average of the 27 European Union countries, with a stabilisation of results between 2005 and 2010. Indeed, and in line with the our microdata results, recent empirical literature confirms the need for a multidimensional approach as a result of a broad set of explanatory dimensions that go beyond workplace quality analysis . Regarding the research into gender differences in the explanation of job quality, the results obtained are consistent with available evidence. The involuntary increase in part-time work, subjective insecurity, work pressure and wage cuts have also been identified in the literature as explanatory elements of the increase in gender inequality during the economic crisis (European Commission, 2015; Russell et al., 2014) .
In terms of employment and gender equality public policy our research results suggest two important conclusions. In the first place, the importance of paying much greater attention to working environment and social relation dimensions in genderrelated employment public policies. It is not simply a debate between job quantity and quality. To overcome the economic crisis, the results obtained reveal that social relations, health and safety at work, working conditions, work organisation, extrinsic rewards and work-life balance are increasingly becoming the cornerstones on which to build jobs where working men and women are trained, innovative, autonomous, committed and satisfied. Indeed, the Spanish economy should strengthen these job quality foundations to transform its extensive economic growth model and to improve social wellbeing. Second, and in line with the latest research, gender equality public policy should also address new problems associated with the accelerated changes at work. In particular: 1) the different job quality problems between highly skilled and less skilled working men and women (Gallie, 2013) ; 2) the link between gender gap and occupations (Stier and Yaish, 2014) ; and 3) the need to consider the different institutional regimes and organised labour to overcome gender-related job inequalities (Cloutier, 2012; Holman, 2013) .
The paper presented here had a number of limitations, particularly in relation to the indicators and dimensions used in the analysis. Nevertheless, the availability of survey microdata on a representative sample of working men and women in Spain in 2008 and 2010 revealed the highly suggestive idea of establishing multidimensional and gender-related determinants of job quality and, in particular, of studying the effects of the economic crisis (Findlay et al., 2013) . In this respect, and bearing in mind the importance of this type of analysis to the material and non-material outcomes of work, 
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